This may help introduce the reader to the types of questions and concepts that are included in the study of organization design.
First, for knowledge utilization to take place in organizations and institutions in society, the organization design perspective sees that various resources must be designed into action. Knowledge utilization does not take place automatically; it requires organized activity that purposely structures such things as tasks, people, techniques, economic resources, information, objectives, authority, incentives and rewards into a knowledge-utilization design. It might even be argued that past efforts at knowledge utilization have been hampered by potentially ineffective designs. For example, an organization design that separates the conduct of research from the application of research from the initial perception of a need for research-placing all into different subunits or divisions of an organization-makes it exceedingly difficult to manage the whole knowledge utilization process. Keeping research and application in separate subunits of the organization may render knowledge utilization quite disjoint and inoperative if the research phase needs to flow quite smoothly from and into an action phase. An important organization design question might be: When should knowledge utilization take place in a separate subunit (division) of the organization or when should various knowledge utilization activities be conducted in and across different divisions of the existing organization?
Second, organizations are primarly designed to accomplish day-today tasks and objectives-to get a specific product or service out, to be profitable this year, to manage this immediate situation or crisis.
Knowledge utilization, however, contains a long-term, reflective orientation : What new knowledge can be developed or be retrieved that will modify how the organization produces or markets its products or services in order to be more effective in both the short run and in the long run? Current organization designs, therefore, make it difficult to perform these longer-term, knowledge utilization tasks, especially if the sanctions, rewards, and incentives in the organization are geared to short-term results, which usually seems to be the case. An (Kilmann and Mitroff, 1979) . Some of these differences are also due to selection, where individuals with particular cognitive styles are filtered into congruent jobs. But in either case (selection or socialization), these prior design experiences tend to reinforce if not exaggerate the distinctions in style between researchers and managers in addressing knowledge utilization issues. As will be discussed later, however, new designs can certainly confront these old differences and provide counterreinforcements to make these differences functional for the knowledge utilization process. Thus, organization structures and reward systems can be altered in the direction of supporting knowledge utilization objectives and activities. 
Organization Design Knowledge
Design has been defined as the arrangement and the process of arranging the organization's structural characteristics (such as human, technical, economic, and informational resources, as well as authority and reward &dquo;systems&dquo;) in order to achieve efficiency, effectiveness, and adaptability (Kilmann et al., 1976 Thus, the very nature of what will be addressed in the collateral organization necessitates a broad base of expertise scattered throughout the operational design. Furthermore, if the resolution, solution, or any end-products of the collateral design are to be accepted and implemented back in the operational design, then a wide representation is also suggested, since involvement (or represented involvement) tends to generate commitment and internalization (Argyris, 1970) .
Once the members are selected for the collateral design, the actual groupings or subunits of this design must naturally be determined, including the objectives, focus, and internal structure of each subunit and the leadership structure across the subunits. Then the authority and reward system can be delegated by the &dquo;powers of the operational design&dquo; so that the collateral design can go about its activities and purpose. The actual determination of the subunit boundaries in the collateral design and such additional structural matters are based on other lines of research on organization design: the containment of interdependencies and contingency theory.
Interdependency Designing Thompson (1967) quite costly because of the time and energy involved in resolving conflicts and in managing other side products of intergroup competition (Seiler,1963) . The cohesiveness within groups, on the other hand, reduces the potential effects of interpersonal conflicts and disagreements. Besides, the reward system and goal focus within groups provide incentives and criteria for resolving differences far more readily, and hence at a much lower cost, than for conflicts between groups.
The implication of all this is that in order to minimize the general costs of coordinating and managing organizational tasks and activities, the organization should design the most costly forms of interdepen-cies within as opposed to between subunit boundaries (Thompson, 1967 Figure 4 shows a diagram of the generic knowledge utilization process as summarized by Zaltman (1977) . The seven components are (1) user need assessment, (2) the translation of needs into research questions, (3) the conduct of utilization research, (4) the storage of research information, (5) the translation of research into action implications, (6) the implementation of action implications, and (7) (Toffler, 1970) , these traditional designs may no longer contain the important The members in the organization who will partake in the collateral design then would respond to a task questionnaire (Kilmann, 1977 Kilmann (1977) for a detailed discussion of the multivariate statistics in MAPS. Suffice to say that the MAPS analysis searches out the reciprocal and sequential interdependencies from members' responses to task items (primarily through correlational and factor analysis) so that boundaries around clusters of tasks can be specified (leaving pooled interdependencies between subunit boundaries). The MAPS analysis also selects a group of people to work on each cluster of tasks based on respondents' assessments of their abilities (and/or motivations) to work on these tasks. Figure 5 shows the kind of knowledge utilization subunits that could result from an interdependency analysis (like MAPS), where nontraditional subunit boundaries are formed around the reciprocal and sequential interdependencies.
Incidentally, it should be recognized that the types of task interdependencies could vary from organization to organization, depending Figure 4 (Zaltman, 1977 
